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Hospitals Settletnent Reached 
Members of the Hospitals Negotiating Committee meet with the media after signing the Memorandum of Agreement with the A.H.A. 
Three and one-half months after hospital negotiations began, 
U.N.A.'s Hospitals Negotiating Committee reached Memoran-
dums of Agreement with the Alberta Hospital Association and the 
Royal Alexandra Hospital. 
This is the first time in U.N.A.'s history that the hospital con-
tracts have been settled prior to the expiry date of the current col-
lective agreements. U .N .A. President Heather Smith stated: 
'I'm very proud to say that U.N .A. has negotzated the na-
tion's best scheduling provisions. We have made many ad-
vancements in articles which have been bones of contention 
between the U.N.A . and A .H.A. for a decade. It will take 
some time before we fully appreciate the magnitude of the 
gains we have won. 11 
The tentative settlements call for wage increases of 19o/o over 
the term of the 24-month contracts. An eighth increment which 
is 3o/o above the 7th increment has been added. Current rates of 
$15.41/hour (start) to $18.34/hour (top) will rise to $18.53/hour 
for a starting nurse and $22. 73/hour at the top rate by November 
1r 1991. Some of the major gains in both settlements include: 
• a decreased workweek enabling a nurse to spend more time 
away from her institution. Eight-hour shift workers will 
receive an additional day of rest every four weeks. Twelve-
hour shift workers will receive an additional day of rest every 
six weeks. 
• a definition of a ward or unit to ensure nurses are not work-
ing alone 
• superior scheduling provisions 
• improved access to the institution's Board of Trustees for pro-
fessional responsibility concerns 
• a 50o/o increase in shift differential 
• a 120o/o increase in weekend premiums 
• a 25o/o increase for in-charge pay 
• an increased overtime rate to double time (2X) for all over-
time hours worked 
• improved disability and dental coverage 
• increased educational allowances 
• improved vacation entitlement. 
The Memorandums of Agreement are subject to ratification by 
theA.H.A., R.A.H. and U.N.A. U.N.A.'sHospitalsNegotiating 
Committee is recommending ratification of the proposed 
agreements. 
At the Hospitals Reporting Meeting held in Calgary on March 
30, Carmelita Soliman, Chairperson of the Negotiating Commit-
tee noted: 
"We have not only achieved major monetary gains but we 
were finally able to achieve an understanding in relation to 
the definition of a ward or unit-hopefully ensuring that 
nurses in this province don't have to work alone in an un-
safe environment. 11 ~ 
Letters to the 
Editor 
22 February 1990. 
Dear President Smith and Members 
of the Executive Board: 
Thank you for responding to my letter, and for 
the Board's consideration of this matter. 
However: it is not clear to me, from your letter, 
how the constitutional amendments proposed by 
the Executive Board and Localll5 could also serve 
as advance notice for the Constitutional amend-
ments that came from the floor for Articles 5.11 and 
5.13 (new). 
While the advance notice provided by the 
Board's and 115's proposals may inform the 
members of ''potential revisions to the U .N .A. 
Constitution'', the advance notice is required to do 
much more than that. 
As Robert ' s Rules states ''The notice should fair-
ly inform the members of the changes con-
templated." (Robert's Rules page 496}; and "The 
notice becomes invalid if the motion is amended 
beyond the scope of the notice." (Robert's Rules 
page 101) 
The only changes contemplated by the Board's 
and 115's proposals to 5.11 were: 
1. authority of the Investigating Committee to 
mediate the dispute; 
2. an appeal at the Annual Meeting; 
3. decreasing the number on the Disciplinary 
Hearing to eleven. 
Whereas the constitutional amendment that 
came from the floor for 5.11 proposed the follow-
ing changes: 
1. time limit for charges to be filed; 
2. decreasing the number on the Disciplinary 
Hearing to eight; 
3. authority of the Investigating Committee to 
mediate a dispute; 
4. authority of the Investigating_ Co~.tg,~­
dress concerns regarding the formaT of the 
charges; 
5. time limit for when the Disciplinary Hearing is 
to be held. 
Of course, neither the Board's nor Local 115's 
proposal contained any reference to a new article 
regarding a continuing hearing. However, the con-
stitutional amendment that came from the floor for 
5.13 proposes a new article, naming specific peo-
ple to continue a hearing. 
With the exception of the change to Article 5.11 
that increases the authority of the Investigating 
Committee, the proposals from the floor for Arti-
cle 5.11 and 5.13 [new} either increase the amount 
of change or introduce new changes which were 
not contained in the notice to the membership and 
therefore would be beyond the scope of the notice. 
(Robert's Rules page 495) 
Although I have reviewed Robert's Rules and 
U.N.A.'s Constitution I can find no provision 
whereby the requirement for previous notice for 
one constitutional amendment can be waived 
because of another constitutional amendment be-
ing submitted with the proper notice. The U .N .A. 
Constitution's Article 15.07, seems to be quite clear 
in requiring that "all constitutional amend-
ments ... are to be sent to the Locals at least thir-
ty days prior to the Annual General Meeting." 
Therefore, I would appreciate it if you would ex-
plain to me how the proposals of the Executive 
Board and Local115 to Article 5.11 could also serve 
as proper notice for the constitutional amendments 
that came from the floor for Article 5.11 and 5.13 
[new). 
In Solidarity, 
"j/ ~L- "--t 1--£L-;_{,_f A~fhu1 
Margaret Ethier 
c.c. -U.N.A Newsbulletin 
Did You Know 
A total of 618,000 work-related injuries took place 
in Canada in 1988. According to Statistics Canada 
over 33% of those injuries involved injuries to the 
back/torso which led to permanent disability/time-
lost from work. 
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Director of Labour 
Relations Report 
by David Harrigan, D.L.R. 
This issue of the U .N .A. NewsBulletin is primari-
ly devoted to the tentative hospitals agreement. 
Your Hospitals Negotiating Committee has work-
ed very hard over the past year and I believe that 
their efforts have paid off. This is the first time that 
hospital nurses in this province have reached an 
agreement prior to the expiry of the current agree-
ment. While this agreement may not provide us 
with all that we wanted, several major gains have 
been made in a variety of areas- shift differential, 
weekend premiums and in-charge designations, as 
well as the long-standing safety issue of working 
alone on a ward or unit. The Committee also 
achieved significant increases in vacation entitle-
ment, professional responsibility, overtime, mater-
nity leave, benefits, and, of course, salary. Perhaps 
most important is the reduced work week. 
For many years, nurses, employers and resear-
chers have been aware that scheduling provisions 
are the major dissatisfier in the profession of nur-
sing. While terms like " quality of working life" 
have been bandied about for years, this is the first 
time that our employers have recognized the real 
need to make major changes in this area. Since the 
dawn of the industrial age, all unions have strived 
for a reduced workweek, and I believe that we can 
be very proud of the advances U .N .A. made in this 
round. At the Demand Setting Meeting prior to this 
round, members clearly indicated to the 
Negotiating Committee their wishes - nurses 
need more time away from the institution and 
need more take-home pay. Your committee has 
been able to achieve this. While it may take some 
time to adjust, we are confident that this package 
goes a long way towards resolving the long-
standing concerns of U.N.A. members . 
On May 1 you will have an opportunity to vote 
on this package. All members are urged to exercise 
this right . . 
It is important for all UNA members to keep in 
mind, that, although the hospital nurses have settl-
ed, there are still several other groups of UNA 
nurses (health units, Red Cross, Extendicare, and 
Youville) in negotiations in 1990. U .N .A. stands by 
the principle that all nurses in this province 
deserve fair and reasonable compensation and 
working conditions. ~ 
MAYl 
1990 
Ratification Vote 
for 
HOSPITAL LOCALS 
Contact your Local Executive 
for the time and location 
of your Local's vote. 
Exercise your democratic right 
- cast a ballot. 
Red Cross 
Negotiations 
by Lesley Haag, L.R.O. 
Negotiations for Red Cross nurses will com-
menceonApril4and 5, 1990. The nurses have pro-
posed essentially the same changes to the salary 
and benefit provisions as the hospital nurses 
sought in their recent round of negotiations with 
the AHA. In addition, Red Cross nurses seek 
changes specific to their working conditions such 
as a provision which will allow for single occupan-
cy accomodations and a guaranteed minimum of 
7.5 hours of work per day when they work out of 
town on overnight mobile clinics. 
Further dates for negotiations have been 
scheduled for April18-19 and May 9 & 10, 1990. 
Members of the negotiating committee include 
Sheelah Lyttle and Florence Shandre. Lesley Haag 
is the staff person assigned as chief negotiator for 
this round of negotiations.~ 
Health Unit 
Negotiations 
by: Trudy Richardson, L.R.O. 
The Health Unit Negotiating Committee is com-
posed of the U.N.A. President, three health unit 
nurses and a staff person assigned as the negotiator. 
Linda Whalley from Leduc-Strathcona Health Unit 
is the chairperson; Liz Markovich from Nor-
theastern Health Unit, and Edna King-Hunter from 
Wetoka Health Unit are members; Trudy Richard-
san, Labour Relations Officer is the negotiator; and 
Heather Smith is an ex officio member of this Com-
mittee. This Negotiating Committee is mandated 
to bargain on behalf of the nine health units 
represented by U.N.A. 
At present seven of the health units (Wetoka, 
Lethbridge, Vegreville, Big Country, North 
Eastern, Leduc-Strathcona, and Minburn-
Vermilion) are at one bargaining table. We have 
met these employers for an exchange of proposals 
and for 4 days of bargaining. 
On March 30, the employers tabled a wage of-
fer of a 13.5% increase effective April1 , 1990. This 
increase would apply to the R.N. rates and the 
education allowances would be the same as in the 
current contract. ($1.12/hr. for DPHN and 
$1. 50/hr. for BScN). This offer was for a one year 
contract while U.N.A.'s position is a two year 
contract. 
Additional improvements offered by the 
employers are: 
- shift premium of $1.50 per hour (current is 
$1.00/hr) 
- a new weekend premium of $1.10/hr. 
- on-call premium of $1.00/hr (up from 62.5~/hr). 
- call-back premium of $30 per call-back (current 
is $28) 
- subsistence of $5.50, $7.00, $12.75 for meals 
(current is $5.00, $6.75, $12.50} 
- transportation 25~/km for over 400 km [current 
is 23~) and 27~/km for casual use (current is 25~} 
Outstanding articles include: 
- term of the Collective Agreement 
- hours of work (the employers want to open up 
the hours of community health nurses to 10:00 
p.m.) 
- recognition of previous experience 
- salaries 
- benefits 
- transportation 
- subsistence 
- leaves of absence (impassable roads has been a 
big problem} 
- letters of hire 
We meet next with these employers May 2 & 3, 
1990. 
Alberta West Central Health Unit (AWCHU) is 
bargaining separately from the ''Group of Seven.'' 
When the U.N.A. Negotiating Committee meets, 
a representative of the Local (Wendy Schneider) 
acts as an observer. U .N .A. has negotiated for three 
days with the Alberta West Central employer and 
further dates are scheduled for April26 and 27. The 
employer, through its negotiator George Zaharia, 
has agreed to meet U .N .A.'s demands of common 
language, where possible, with the " Group of 
Seven" collective agreement. This has required a 
great deal of coordination as the Negotiating Com-
mittee is actually bargaining the two contracts 
simultaneously - whatever we agree upon at the 
A WCHU table will reappear before us at the 
" Group of Seven" table and vice versa. There are 
only two articles which are so different between 
the two agreements that they appear irreconcilable 
(Sick Leave and Leaves of Absence). Other than 
those two articles, the two documents may well 
end up fulfilling UNA's desire for parity between 
and amongst all our health unit contracts - which 
is a major priority for this round of negotiations. 
The other major priority is parity with hospital 
salaries and benefits. The employers know that if 
they wish to achieve an opening up of the hours 
of work (such that health unit nurses in fact 
become shift workers} health unit nurses' salaries 
must be on par with hospital nurses' salaries, and 
must meet the new hospital provisions in terms of 
vacations, benefits, and premiums. 
The third bargaining table is the Jasper Health 
Unit -a new U .N .A. Local seeking to achieve a first 
collective agreement. 
This employer is observing at the "Group of 
Seven'' table and will follow that contract as closely 
as possible. We will negotiate with Jasper after 
reaching an agreement at the other tables.~ 
Degotia lions · 90 
Memorandum of Agreement 
These are the major changes to the provincial hospitals agreement on which members will be voting on May 1st, 1990. 
The changes to the Local33 (Royal Alexandra Hospital) agreement are as per those for the A.H.A. unless otherwise noted. 
Members from Locals 1 (Calgary General), 2 (Red Deer General) , 121 (District #93), 115 (Foothills), 32 (Glenrose), 
79 (Edmonton General), 150 (St. Michael's ·Edmonton) and 160 (Carston) should contact their local executives for detai ls 
about articles containing their own local conditions. 
Article 
l. Term of Agreement 
2 . Definitions 
3. RecognltJon 
4 . Management Rights 
5. Dues. Deductions and 
Union Business 
6 . No Dh;crlrnlnation 
7. Hours of Work 
8. OvertJme 
9 . On-Call Duty/Call Back 
10. Tranaportatlon 
11. Probationary Period 
12. Seniority 
U.N.A./A.H.A. 
Two year agreement 
April I , 1990 ·March 31 , 1992 
Retroactivity changed to April 1, 1990 
Clarification of 'casual nurse· defmition . 
Addition of 'Undergraduate nurse' 
definition: "A person who is enrolled m an 
approved School of Nursing and who is employed 
by the Employer to provide direct nursing care but 
is not a CGN, GPN, RN or RPN " 
"No Employee shall be required or permitted to 
make any written or verbal agreement 
which may be in conflict with the terms of this 
agreement." 
No change 
Information provided to the Union will include the 
amount of dues deducted and the gross earnings of 
each Employee. 
In addition to the UNA bulletin board provided by 
an Employer, t he union may, with mutual agree-
ment between Employer and Union, post informa-
tion about union activities on other bulletin boards. 
The time for the Unjon's presentation at the orien-
tation of new Employees is increased to 45 
minutes from 30 minutes. 
The term " poHtical or re ligious affiHation" is 
changed to read "political or re ligious belief. " 
Effective November I, 1990, the weekly hours of 
work will be reduced to 36.81 hours per week 
averaged over one (I ) complete cycle of the shift 
schedule. This results in one additional day of rest 
every four weeks for those Employees workjng 8 
hour shifts and one additional day of rest every six 
weeks for those who work 12 hour shifts . Until 
then the weekly hours of work remain at 38.75 
hours per week. 
The current basic scheduling provisions and 
options remain in effect until, and including. 
October 31 , 1990. 
On November I, 1990, new basic scheduling pro-
" dfec:Ove. Two out four 
weekends are off duty, an Employee cannot be 
scheduled to work for more than two consecutive 
weekends and can work no more than six con· 
secutive days. 
If an Option is implemented, the basic scheduling 
provis ions are amended as per the fo llowing: 
Employees working Option I w1ll have alternate 
weekends off duty. One weekend in each four 
weeks will be an extended weekend An ex 
tended weekend means Saturday and the 
following Sunday ensuring a mmimum of 79'14 
hours off duty. Employees will work a max-
imum of one stretch of 7 consecutive days 
every 4 weeks. 
Option 11 will continue with no changes. 
Option Ill will be deleted as of November I , 1990. 
An Employee will be paid double (2X) her basic 
rate of pay for: missing a meal or rest period ; 
changes made to her scheduled days off or scheduled 
shifts without 14 days' notice; and any violation of 
the scheduling or option provis ions. 
All days where a full-time Employee IS not scheduled 
to work shall be a day of rest (pursuant to Article 7 
and 37). 
All overtime will be paid a t double the Employee·s 
basic hourly rate of pay 
A request to carry accumulated overtime beyond 
December 31 of each year cannot be unreasonably 
denied by the Employer. 
No Employee shall be reques ted or permitted to 
work more than a total of 16 hours (mclusive of 
regular and overt ime hours) in a 24-hour period 
which begins a t the first hour the Employee reports 
to work. 
No Employee can be assigned on-call d uty for more 
than 2 weekends in a 5-week period. 
Compensation for on-call duty will be paid a t the 
following rates: 
April 1, 1990 
$1.50/hour on a regular workday 
$2.00/hour on a Named Holiday or day of rest . 
November 1, 1990 
$1.75/hour on a regular workday 
$2.25/hour on a Named Holiday or day of rest. 
An Employee who has not been assigned "on-call 
duty" who is required to report for work, shall be 
paid 2X for all hours worked or for 3 hours, 
whkhever is the longer. 
Minor wording change to clarify 'shift ' .• 
Probationary period length is now stated as 503'14 
hours (65 shifts x 7.75 hours/shift). 
An Employee's first 7 shifts of patient care will be 
under guidance or supervision (the additional 2 
days allow for more complete orientation to 
policies/procedures). 
The Employer must provide the Union with a 
seniority list every 6 months and whenever a lay-
off or position elimination occurs. 
U .N .A./R.A.H. 
Title now " Management Rights and Responsibilities ." 
In addition to AHA changes: Any overtime earned 
pas t December 31 must be taken by March 31 of 
the following year 
The wording of the current RAH " On-Call Du-
ty/Call Back" article will continue but will include 
the new AHA rates. 
Hospitals Reporting Meeting, Calgary, March 30. 
Hospitals Reporting Meeting, Calgary, March 30. 
Hospitals Reporting Meeting, Calgary, March 30. 
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Heather Smith - President, United Nurses of Alberta. 
Cannelita Soliman - Chairperson and North Central District 
member, Hospitals Negotiating Committee. 
Darlene Wallace - North District member, Hospitals 
Negotiating Committee. 
Marilyn Coady - Central District member, Hospitals 
Negotiating Committee. 
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13. Bvaluatlou 
14. Promotions, Transfers 
and Vacandes 
15. Layoff and Recall 
16. Temporary 
Assignments Pay 
16.1 Ambulance Duty 
17. Vacations 
18. Named Holidays 
19. Sick u-avt• 
20. Worker~· Compensation 
21. Prepaid Health 
Bcnefib 
22. Leaves of Absence 
23. Discipline, Dismissal 
and Resignation 
Evaluations shall be for the purpose of construc· 
tive review of the performance of the Employee. 
The Union will receive a copy of a job posting 
within 5 calendar days of the posting. 
Notice of a vacancy must specify the number of 
hours per shift and shifts per shift cycle which con· 
stitute the regular hours of work for that position. 
The commencement date and shift pattern is in-
cluded for information purposes only. 
The Union must receive notice of the successful 
applicant for a job within 5 calendar days of the 
appointment. 
Length of the trial period is now stated as 325'12 
hours (42 shifts x 7.75 hours/shift). 
A tran sferred Employee's first 3 shifts (increased 
from 2) are to be under guidance/supervision. 
Notice of lay-off must be delivered in person or by 
registered mail. 
Wording changes made to clarify current 
provisions. 
"The Employer shall designate a person to be in 
charge of a ward or unit. Where such person is ab-
sent from the ward or unit for a consecutive time 
period of 2 hours or more, an alternate will be 
designated in charge." 
In-charge compensation is to be increased to 
$1.25/hour from $1.00/hour. 
Compensation for travel by ambulance beyond a 
35-km radius of place of employment will be 
increased to $50.00/round trip from $35.00. 
Requests to carry forward vacation into the next 
vacation year will not be unreasonably denied. 
Vacation is to be granted in one unbroken period 
unless the Employee requests to divide her vaca-
tion. This request shall not be unreasonably 
denied. 
Effective the first day of the 1990 vacation year an 
Employee will earn the following vacation credits: 
Staff Assis. nurse/bead nurse 
I year · 15 days 
2 to 9 years · 20 days 
10 to 19 years· 25 days 
20 + years · 30 days 
Head Nurse/I ns tructor 
I to 9 years · 20 days 
10 to 19 years· 25 days 
20 + years · 30 days 
"Alberta Family Day" is added to the list of Nam-
ed Holidays. 
The Employer shall not schedule an alternate day 
off with pay for an Employee who is obliged to 
work on a Named Holiday until the Employer and 
Employee have endeavoured to agree on the date 
of the alternate day off. 1£ there is no mutual agree-
ment with in 30 calendar days of the Named Holi· 
day the nurse will receive a day off with pay 
scheduled adjacent to a day of rest. 
A nurse granted Christmas Day off must be 
scheduled off on December 24 & 25 or December 
25 & 26. 
A nurse granted New Year's Day off must be 
scheduled off on December 31 &: January I or 
January 1 &: 2. 
Sick leave IS no longer restricted during pregnancy. 
An Employee returnmg from LTD who is able to 
return to her classification but not capable of per· 
forming the duties of her former position will be 
placed in an existing position for which she is 
capable of performing the work. The Employee 
must provide 28 days notice of her readiness to 
return to work. 
An Employee returning from WCB who is able to 
return to her classification but not capable of per· 
forming the duties of her former position will be 
placed in an existing position for which she is 
capable of performing the work. She must provide 
28 days notice of her readiness to return to work. 
An Employee on worker's compensation who has 
exhausted her sick leave credits is placed on sick 
leave without pay. 
The AHA will advise UNA of all premium rate changes 
Effective July I , 1990 the following increases will 
take place: 
Income Re placem ent 
STD 66 2/3% (from 60%) 
LTD 66 2/3% (from 60%) 
Dental Coverage 
Basic 80% (currently 80%) 
t:xtensive 5091> (currently nil! 
Orthodontic 50% (currently nil) 
Bereavemen t Leave. Definition of immediate 
family expanded to include grandchild, step-parent, 
step-child, step-brother/sister. 'Spouse' shall include 
common-law and/or same-sex relationship. 
In the event of the death of another relative or 
close friend. the Employer may grant an Employee 
up to one working day off with pay for the funeral. 
Maternity Leave: Maternity leave is to commence 
no later than the date of delivery. The restriction of 
maternity leave to no more than 6 months beyond 
the delivery date has been removed. 
Adoption/Paternity Leave: Leave has been in· 
creased to a maximum of 9 months. 
Education Leave: Up to 18 months of such leave 
is to be considered as continuous service for the 
purpose of salary increments. 
Court Appeara nce: An Employee will be paid for 
her court attendance on a day of rest at her hourly 
rate of pay up to a maximum of her regularly 
scheduled hours (currently maximum of 7 '14 hours). 
In the event that an Employee is reported to her 
licencing body by the Employer, the Employee 
shall be so advised, and unless otherwise re· 
quested, a written copy shall be forwarded to the 
Union forthwith. 
In addition to the AHA changes: Evaluations will 
be done by the most immediate supervisor in an 
excluded position (current AHA wording). 
Employees will receive 24 hours' notice of an 
evaluation !;nterview (current AHA wording). 
If it becomes necessary to reduce the workforce or 
eliminate positions, the Employer must notify the 
Employees in person or by courier. 
Vacation entitlement is as per AHA. 
Delete the definition of vacation year. 
All vacation earned must be taken at a mutually 
agreeable time (currently all vacation earned during 
one vacation year must be taken during the next). 
A vacation planner will be posted by January 15th 
of each year. If an Employee submits her vacation 
request by March 15th the Employer must advise 
her of approval or disapproval by April 15th . 
Earned va'ation may be taken the year it is earned . 
'Family Day' is added to the list of Named 
Holidays. 
A nurse granted Christmas Day off must be 
scheduled off on December 24 &: 25 or December 
25 & 26. 
A nurse granted New Year's Day off must be 
scheduled off on December 31 &: January I or 
January I & 2. 
Other than " abo eu.........t ftAff pt"'YY•fo~wffl 
continue to apply. 
Sick leave is no longer restricted dunng pregnancy. 
Current RAH provisions apply regarding 
reinstatement. 
Current RAH Workers' Compensation Article will 
continue to apply. 
The RAH will advise UNA of all premium rate 
changes. 
Income Replacement as per AHA changes. 
Current dental provisions remain in effect as 
below: 
Dental Coverage 
Basic 80'111 or Advantaged Program 
Basic 100% 
Extensive 50% 
Orthodontic 50% 
In addition to the AHA changes: If disciplinary ac-
tion includes suspension the disciplinary notice 
shall specify the time period of the suspension (cur-
rent AHA wording). 
24. No Strike or Lockout 
25. Salaries 
26. Bducatlonal 
Allowances 
27. Recognition of 
Previous Experience 
28. Shift Differential and 
Weekend Premium 
29. Pension Plan 
30. Part·time, Temporary 
and Casual Employees 
31. Copies of Collective 
Agreement 
32. Grievance Procedure 
33. Arbitration 
34. Occupational Health 
and Safety 
35. ln·Service Programs 
36. Profe~slonal 
Responslbillt y 
No change 
Effective dates of new salary rates changed to April 1, 
1990. 
Effective on the date of exchange of ratification 
notice, allowances will be increased to: 
· Clinical course · 35c 
· Active registration in AARN and eligible for 
PNAA · 35c 
· Course in Nursing Unit Administration . 35c 
· One Year Diploma · 30t 
· Baccalureate Degree · 65c 
· Master's Degree · 85c 
Salary of an Employee with a minimum of 7 years' 
satisfactory recent nursing experience shall be ad· 
vanced 7 increments in the salary scale. This is ap· 
plicable only to Employees hired on or after April 
I , 1990. 
Shift differential is increased to $1.50/hour. Shift 
differential is paid for: the entire shift if the majori· 
ty of the shift falls between 1500 and 0700 hours; 
each hour worked between 1500 and 0700 hours 
provided that more than one hour is worked bet· 
ween 1500 and 0700 hours; and on all overtime 
hours which fall between 1500 and 0700 hours. 
Weekend premium is increased to Sl .10/hour for: 
the entire shift if the majority of the shift falls 
within a 64-hour period commencing Friday at 
1500 hours; each hour worked after 1500 hours on 
Friday provided that more than 1 hour is worked: 
and all overtime which falls within a 64-hour 
period commencing Friday at 1500 hours. 
Consistent with provincial legislation the minimum 
number of average weekly hours necessary to 
allow participation in the LAPP is reduced to 14 
hours from 15. 
Changes were made to reflect changes in the main 
body of the agreement. 
Effective November 1, 1990, part-time hours will 
be less than 36.81 hours per week averaged over 
one complete cycle of the shift schedule. 
Effective November I, 1990, casual and part·time 
employees wiU be entitled to an increment after 
1920.75 regular hours worked and then will move 
up an additional increment for each 17 11.50 
regular hours worked. 
If a part·time Employee volunteers or agrees to 
work additional days which are not designated 
days of rest, she will be paid at her basic hourly 
rate of pay for the first 7:14 hours and thereafter 
shall be paid at 2X her basic hourly rate for hours 
worked in excess of 7'¥• hours in a day. 
If a part·time Employee IS required to work 
without her having agreed or volunteered to do so 
or on her scheduled day of rest she shall be paid 
2X her basic hourly rate for all hours worked. 
A part-time Employee will not be obliged to work 
on at least 2 Named Holidays. In addition she shall 
be given e ither Christmas Day or New Year's Day 
off. (A nurse granted Christmas Day off must be 
scheduled off duty on December 24 & 25 or 
December 25 & 26. A nurse granted New Year's 
.])ay of.lmust be scheduled off duty on December.. 
31 & January 1 or January 1 & 21 
Part-time and casual Employees will rece1ve 4.8% 
of their regular earnings in lieu of Named Holidays 
and the 'Floater' Holiday. 
Vacation entitlement earned during 1989 and taken 
in 1990 will remain in effect and will still be based 
on calendar days. 
Effective on the ftrst day of the 1990 vacation year 
a part·time Employee will commence earning vaca· 
tion with pay according to this formula: 
AxB•C 
(A) Hours worked during the vacation year (Hours 
worked at the basic rate of pay. sick leave with 
pay and hours worked on a Named Holiday up to 
734 hours) 
(B) The applicable percentage listed below: 
Sta ff Nurse and AHN 
1st employment year - 6% 
2·9 employment years · 8% 
10· 19 employment years· 10% 
20 + employment years · 12% 
Head Nurse and Instructor 
1-9 employment years · 8% 
10-19 employment years · 10% 
20 employment years · 12% 
(Cl Number of hours of paid vacation time for the 
subsequent vacation year. 
Casual nurses will earn the following additional 
sums in lieu of vacations with pay effective on the 
first day of the 1990 vacation year: 
1·2 employment years· 6% 
3·14 employment years · 8% 
15·24 employment years · 10% 
25 + employment years · 12% 
Casual Employees are eligible for Workers' Corn· 
pensation benefits in accordance with the laws of 
Alberta. 
No change 
No Change 
No change 
If an Employee requires a specific titre as a result 
of or related to her work it shall be provided at no 
cost. 
The cost of materials and tuition for any corn· 
pulsory in·service shall be paid by the Employer. 
"When an item is unresolved for more than 45 
calendar days, that is, not having received a 
satisfactory answer from the party or parties con· 
cerned, either parties' representative(s) on the PRC 
may request and shall have the right to present the 
complaint to the Board of Trustees. The Board of 
Trustees will then give their reply to the PRC 
within 14 calendar days." 
Effective on the date of exchange of ratification 
notice allowances will be increased to: 
· Oinical cou.rse (including mid-wife) · 35c 
· Active AARN registration and eligible for 
PNAA · 35t 
· Course in Nursing Unit Administration · 35c 
· One Year University · 35c 
· Baccalureate Degree · 75< 
· Master's Degree · S 1.00 
Current RAH wording with AHA rates for shift dif· 
ferential and weekend premium. 
Employees have right to Union representation at a 
Step I meeting between the Employee and the unit 
supervisor (current AHA wording). 
Pam Liegerot -South Central District member, Hospitals 
Negotiating Committee. 
Diane Poynter - South District member, Hospitals 
Negotiating Committee. 
Barb Surdykowski - Staff Person, Hospitals Negotiating 
Committee. 
David Harrigan- Chief Negotiator, Hospitals Negotiating 
Committee. 
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37. Extended Work Day 
38. Uniforms 
39. job Desc:riptlon 
40. Commlttre Partldpation 
Wording changes made to clarify current 
provisions. 
Effective November I, 1990 regular hours of work 
for full -time Employees shall be 11.08 consecutive 
hours (11 hours and 5 minules) per day. and shall 
be 36.93 hours/week averaged over I complete cy· 
cle of the shifl schedule. 
The regular hours of work will exclude lwo meal 
breaks, as scheduled by the Employer of 30 or 35 
minules each. The meal breaks may be combined 
by agreement belween the Employee and the 
Employer Maximum in·hospital hours cannol ex· 
ceed 12V• hours per day exclusive of overtime. 
When scheduling shifts lhe Employer shall consider 
an Employee's request for certain shift schedules. 
The available shift patterns are: 
i) Permanent days 
ii) Permanent nights (only by Employee' s request) 
iii) Nights and days rotation 
Full-time Employees are now entitled to 11 Named 
Holidays (Family Day included) and a Floater Holi· 
day. Compensation remains at 7~ hours. 
Effective the 1st day of the 1990 vacation year, 
vacation credits are earned at the following rates: 
Staff Nurse/Assis. Head Nurse 
I employment year · 116.25 hours 
2·9 employment years · 155 hours 
10·19 employment years · 193.75 hours 
20 + employment years 232.5 hours 
Head Nurse & Instructor 
1·9 employment years · 155 hours 
10· 19 employment years · 193.75 hours 
20 + employment years · 232.5 hours 
Shift differential is increased to S 1.50fhour for all 
hours worked between 1500 and 0700 hours. 
A weekend premium of Sl.JO/hour will be paid for 
all hours worked during a 64·hour period beginning 
at 1500 hours on a Friday. 
A part· time Employee who works additional sh ifts 
shall be paid 2X for hours worked in excess of her 
regular daily hours. 
A casual Employee is paid overtime rates after 7~ 
hours per day unless she is replacing another 
Employee who is normally scheduled to work an 
extended work day. She will be paid at 2X her 
basic hourly rate for those hours worked ID excess 
of the regular daily hours for extended workday 
workers. 
No change 
No change 
An Employee (or her alte rnate) who is a member 
and a ttends meetings of a committee extablished by 
the Employer . shall be paid her basic rate of pay 
for attendance at meetings. 
In addition to the above articles t.:.N.A. has signed two Letters of Understanding which form part of the collective agreement. One letter involves 
the definition of a ward or unit and the other refers to the new 8th salary increment. 
WardiUnit 
This Letter of Understanding involves Article 34.02 which states " No Employee shall be assigned to work alone on a ward or unit." Currently there 
is no definition of what comprises a ward or unit . A problem does exist of Employers defining the entire institution as a ward or unit, particularly 
on night shift. The Letter of Understanding addresses the defmition of the wardfunit by implementing a procedure for designating an area as a ward or unit. 
Pr edure 
I. he E"mpToyer provides a list otarea; that I ne l;mployeroefine; as a ward or um!. 
2. If the Union has concerns regarding Employee safety, a union-management ad-hoc committee is established at the institution to address those 
concerns. 
3. Failing a resolution by the Committee the Union may present the dispute to the Board of Trustees who have to reply to the Union, ID writing. 
within 7 days. 
4. If the dispute remains unresolved, U .N .A will proceed to arbitration which "shall consider whether the designation of a ward or unit is appropriate 
in the circumstances in order to satisfy the requorements of Arlicle 34.02 as it pertains to Employee ;afety." 
8th Increment 
An Employee is elig1ble for advancemenl to the 8th increment as outlined below: 
(a ) All full·hmc Employees of the Employer whose date of hire 1s prior to April I, 1990 and who: 
Jil are in receipt of payment at Step 7 w1th the current Employer· and 
(ii) have completed 7 or more years of satisfactory recent nursing experience. provided that not more than 5 years have elapsed since such ex· 
perience was obtained 
shall advance to Step 8, effective April I 1990. 
(b) All part·time and casual Employees of the Employer whose date of h1re 1S prior to April I , 1990 and who: 
(i) are in receipt of payment at Step 7 with the current Employer; a nd 
(ii) have completed 1,829 hours of work at the 7th Step with this or any former Employer; 
shall advance to Step 8. effective April t 1990. 
(cl Those Employees who commenced "mployment with the Employer prior to April 1, 1990 who are not entitled to advance to Step 8 in the Salaries 
Appendix in accordance with (a} and/or (b) above shall advance salary increments in accordance w1th the provisions of this Collecttve Agreement. 
Regis te red Nurse 
Registe red Psychiatric Nurse 
Current 
April I 1990 (8%) 
November I , 1990 (5%) 
April I, 1991 )3%} 
November I, 1991 (3%1 
Certified Graduate Nurse 
Graduate Psych iat ric Nurse 
C'urrent 
April I , 1990 (8%) 
November I, 1990 (5%} 
April I, 1991 )3%) 
November I, 1991 (3%) 
Assistant Head Nurse 
Current 
April I , 1990 (8%) 
November I , 1990 15%) 
April I , 1991 (3%) 
November 1, 1991 (3%) 
Head Nurse and Instructor 
Current 
April I , 1990 (8%) 
November I , 1990 (5%) 
April I , 1991 (3%) 
November I , 1991 (3%) 
Undergraduate Nurse 
Current' 
April I , 1990 
April 1, 1991 
1st 
Year 
15.41 
16.64 
17.47 
17.99 
18.53 
14.22 
15.36 
16. 13 
16.61 
1711 
15.91 
17. 18 
18.04 
18.58 
19. 14 
16.80 
18. 14 
19.05 
19.62 
20.21 
12.98 
13.89 
14.38 
SALARIES APPENDIX 
2nd 
Year 
15.91 
17.18 
18.04 
18.58 
19.14 
14.55 
t5.71 
16.50 
17.00 
17.51 
16.44 
17.76 
18.65 
19.21 
19.79 
17.41 
18.80 
19.74 
20.33 
20.94 
3rd 
Year 
16.37 
17.68 
18.56 
19.12 
19.69 
14.85 
16.04 
16.84 
17.35 
17.87 
16.99 
18.35 
19.27 
19.85 
20.45 
18.00 
19.44 
20.41 
21.02 
21.65 
4th 
Year 
16.85 
18.20 
19.11 
19.68 
20.27 
15.08 
16.29 
17.10 
17.61 
18. 14 
17.54 
18.94 
19.89 
20.49 
21.10 
18.62 
20.11 
21.12 
21.75 
22.40 
5th 
Year 
17.33 
18.72 
19 66 
20.25 
20.86 
15.26 
16.48 
17.30 
17.82 
18.36 
18.09 
19.54 
20.52 
21.14 
21.77 
19.24 
20.78 
21.82 
22.47 
23.14 
6th 
Year 
17.82 
1925 
20.21 
20.82 
2 1.44 
15.38 
16.61 
17.44 
17.96 
18.50 
18.62 
20. 11 
21.12 
21.75 
22.40 
19.85 
21.44 
22.51 
23.19 
23.88 
7th 
Year 
18.34 
19.81 
20.80 
21.42 
22.06 
15.63 
16.88 
17.72 
18.26 
18.80 
19.21 
20.75 
21.79 
22.44 
23.11 
20.53 
22.17 
23.28 
23.98 
24.70 
8th 
Year 
20.40 
21.42 
22.06 
22.73 
17.39 
18.26 
18.81 
19.37 
21.37 
22.44 
23.11 
23.80 
22.84 
23.98 
24.70 
25.44 
Board Report, February/March 1990 Meeting 
Members of U.N.A. 's Executive Board ponder the implications of one of the many motions presented at the Board meeting. 
1. Legislative Committee 
The policy regarding U .N .A. ' s representation 
of members (in grievances, arbitrations, fatali-
ty inquiries, A.A.R.N. appeals, W.C.B. hear-
ings, etc.) was revised to clarify that members 
have the right to appeal decisions on whether 
to withdraw a grievance or to proceed with a 
grievance to arbitration. 
A proposal for 5-day Board Meetings was 
defeated. Efforts were made to modify the cur-
rent Executive Board Agenda to improve the 
utilization of the 4-day meetings. 
Finance Committee 
"Donations may be made to allied organizations 
from the Emergency Fund, only with the approval 
of the Executive Board (in session or by phone 
poll}. In order for a donation to be considered by 
the Executive Board the organization must be con-
sidered to share the objective of advancing the 
social, economic and general welfare of nurses and 
other allied personnel. The donation will be up to 
a maximum of $10,000.00. " 
The following policy on N.F.N.U. was reaf-
firmed: 
"U.N.A. continue to exchange information with 
N. F. N. U. and make the membership aware of the 
activities and pros and cons of N. F. N. U. 11 
Position Statements were drafted on 'Self-
10. Other 
(General) 
A future N ewsbulletin will include an Article 
on how to deal with work site abuse. 
The Criminal Contempt appeal from the 1988 
strike will be forwarded to the Supreme Court 
of Canada. 
A Local Lottery was held to determine the 3 
members-at-large who will be funded to attend 
the C.L.C. Convention in Montreal, May 
13-18, 1990. The 3 Locals selected were: 
Athabasca Municipal Hospital (Local #135) 
John Neil Hospital, Cold Lake (Local #76) 
Claresholm General Hospital (Local #40) 
The Executive Officers will develop sum-
maries of each Board Meeting for the Local Ex-
ecutives. The long range goal is to propose to 
delete mailing the entire Executive Board 
Minutes to each Local President and Secretary. 
Complete Executive Board minutes will be 
provided to locals which request to receive Ex-
ecutive Board minutes. A complete set of Ex-
ecutive Board minutes will be readily available 
in the Edmonton and Calgary Offices. District 
Representatives will also receive the complete 
Executive Board Minutes. This proposal is to 
be reviewed at the Annual General Meeting. 
The Board will support the nomination of a 
U .N .A. staff member to represent labour on 
the Labour Relations Board (L.R.B.) 
The' 'Director of Office Operations' ' title was 
changed to "Director of Finance and Ad-
ministrative Services". 
The Board has decided to hire a Research 
Assistant. This will be implemented on a 1 year 
trial and then evaluated. 
The temporary structure of U .N .A. which was 
tried for a year, has been adopted by the Ex-
ecutive Board as the permanent structure. See 
copy of organization chart below. 
The New U.N.A. Structure 
Proposed expenditures to equip the new 
Calgacy Offic.e....we ~ approved by the Ex-
ecutive Board. 
,_~_Scheduling.:, ' u~~ ital B~a~l',.:.:d~s_.' _
11 
___ _.._._,_ .. -=-~~-- ___ ....__.........,__.~+---t 
'Clinical Laddering', and 'R.N.A. Administra-
New camera equipment will be purchased to 
improve the quality of photographs which 
record U.N.A. activities. 
3. Education Committee 
An additional $50,000 was transferred to the 
education program. 
A further $70,000 increase in funding for 
education is anticipated at the May Board 
Meeting. 
Distribution of provincially-funded education 
days was revised. Contact your Local Ex-
ecutive for further details of the funding 
available in your Local. 
4. Membership Committee 
The location of the 1992 Annual General 
Meeting has been changed to the Westin Hotel 
in Edmonton (October 27, 28 & 29, 1992). 
U .N .A. will investigate a change in location of 
the 1991 Annual General Meeting from 
Calgary to Banff (November 19, 20 & 21, 1991). 
Position statements were drafted on the 'Job 
Enhancement Committee' and 'Work-life 
Issues'. 
5. Occupational Health & Safety Committee 
The Occupational Health and Safety Com-
plaint form was revised and will have multi-
ple copies Like the P .R. C. Form. Keep your eyes 
open for the new forms. . 
Increased participation in the Workers' Health 
Centre was discussed. 
6. Pension Committee 
U .N.A. will pursue investigation of the provin-
cial pension fund. 
7. Steering Committee 
The policy re: donations was changed with 
following being added as (b): 
tion of Medications'. 
8. Political Action Committee 
There was a special session of the Executive 
Board to discuss the Rainbow Report. 
U.N.A. is opposed to the G.S.T. The following 
policy statement was developed: 
"Whereas the Goods and Services Tax is the 32nd 
tax increase on lower and middle income wage 
earners since 1984. 
Whereas 92,000 corporations have not been tax-
ed on 28 Billion Dollars in the same time period. 
Whereas under the Trudeau Government cor-
porations paid 36% of taxes; and currently under 
the Mulroney Government corporations pay 11 % 
of taxes and with the implementation of Goods and 
Services Tax this will be reduced to 8%. 
Whereas the institution of the Goods and Services 
Tax at 7% and wage increases not being com-
parable will result in a decrease in the standard 
of living and quality of life for Canadians. 
Therefore be it resolved that U.N.A. is opposed 
to the Goods and Services Tax. " 
9. E.A.P. (Employee Assistance 
Program) Committee 
Locals are advised to not sign any Local Agree-
ment regarding E .A.P .' s. The following policy 
was developed: 
"That UN. A. locals not sign any agreement at the 
local level re: E.A.P. 
That Local Presidents notify their L . R. 0. as soon 
as possible if they are approached by their 
employer about a joint E.A.P. 
That a copy of any such proposal be sent to the 
E.A.P. Committee. 11 
A Position Statement is to be developed on 
'E.A.P.'s'. 
N .F. N.U~ Affiliation 
:ReJected 
.i; %: ' ~ 
• .OnFebnwy 14lJ.,N.A. ~mbersrejected~­
filiatiOnwiththe National Fe<teration of Nurses',. 
Unions. Slny'"iollr point fourpercen~ (64;.4~) of 
the membetsqj;p·tejeded aff'Jitation Whilt thirty· {ive f.toint ~P P!l'Cen.t.(35~29bl voted in favo~. 
"'Ther~gllOint fourpercent(.4~}co~ · 
ed. $p0iled ¥Ot•· Tw'en~-three po}Rt sev~ 
}23 .. 7~} of the eligi"l~m~tnbetship turned out 
fot'lhe vote. , ,, . 
At theE~ec~ve'B<>V4 MeetmgattheeJJd.of . 
Febtuary the. Exeeutive Board rea£iu:me4. Us 
~,~ the N,F.N.U. ""U.N.A .. WJll 
uaontinue, to . ex.cbang{! informat~9n., witll 'N.f~N.U: atta:~eth~ m,~bersbip aware oK 
~ ~vitieac~~an,d cons ClfN.P.N.U.'' 
' 
Number of 
• nurses rtses 
There were 241 ,759 registered nurses in Canada 
in 1987, an increase of 11 per cent from five years 
ago. 
Of these, 89 per cent were practicing, a percen-
tage that has remained stable in recent years. 
The other 11 per cent were employed outside the 
profession or were not working. 
Statistics Canada 
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Labour Notes 
What Does It Cost To 
Break A Big Strike? 
Two years ago Canada Post's managers were em-
boldened to provoke two strikes within a few 
months of each other. First, they faced the letter 
carriers, then the inside workers. In both cases, 
they tried to keep the mail moving by using 
strikebreakers. 
The tactic was tacitly supported by the M ulroney 
government at the time. The two strikes helped 
make 1987 the unofficial "Year of the Scab," for 
the federal government. 
But the strikebreaking wasn't very successful. 
The mail did move, but only sporadically. The 
workers were forced back to work, but Canada 
Post didn' t achieve what it set out to do. 
And now all the bills have been counted. The ex-
tra expenses for the replacement workers ' wages, 
management travel, hotels, private security, con-
sultants' fees, the rental of helicopters and trucks, 
advertising - plus the cost of a bodyguard for 
Canada Post' s president- came to a whopping 
$190 million. 
The post office isn't backing down, however. 
They still say the strikes were "worth it" because 
the eventual contract changes resulted in a $35 
million saving the following year. 
Canada Post reported the figures recently in its 
1987-88 report. It referred to the costs as "activities 
to obtain labo ur contracts" and "abnormal ac-
tivities related to labour negotiations." - CALM 
ILO Rules Against 
Canadian Government 
The Interna tional Labour Organization IlLO) 
handed down a strongjudgment against the Cana-
d ian government for legislating Canadian postal 
workers back to work in 1987. The workers had 
been on a legal strike for 7 days w hen they were 
ordered to return to work. 
The ILO found that the government 's action 
violated international s tandards on the freedom of 
association, and interfered in the free functioning 
of union organizations. The ruling emphasized that 
government interference in a labour dispute 
removes pressure from the employer to reach an 
agreement . 
This is the second time in 12 months that the 
Canadian government has been censured by the 
ILO for ordering striking workers back to work. 
Other Nurses 
B.C. Gets Health Care Commission 
The government of British Columbia recently 
announced the establishment of a Royal Commis-
sion on Health Care - five years after the British 
Columbia Nurses' Union requested one. The fact 
that a working nurse has not been appointed to the 
commission has outraged the 21 ,000-member 
union. "A real working nurse should be on this 
commission," declared B.C.N.U. president Pat 
Savage. "Nurses are the largest occupational group 
in health care. Nurses maintain the most con-
tinuous contacts with health care consumers. 
Nurses have first-hand knowledge of literally every 
part of the system. Many nurses leave the profes-
sion because they have no effective voice in 
decision-making. It happens all the time at the local 
level, and now again with this commission." 
B.C.N. U. will assist the commission as much as 
they can, despite serious doubts about the commis-
sion' s make-up. 
B.C. Nurses Take Strike Vote 
2400 B. C. nurses are casting ballots in a province-
wide strike vote over the next four weeks. At issue 
is a contract dispute involving nurses working 
in community health units outside the greater 
Vancouver and Victoria areas and the Riverview 
institution. 
The nurses, who are directly employed by the 
government, want to restore parity with the 
B. C.N . U . hospital nurses who moved ahead with 
a contract settled last year after a strike by the 
B.C.N.U. nurses. The wage gap between the two 
contracts currently averages $800/month for 
n urses with 6 years' experience and will increase 
in December wh en the B.C.N. U. nurses' wages in-
crease 4%. 
The strike vote is being conducted by mail-in 
ballot for the community nurses. Nurses in institu-
tions have scheduled AprillO, 1990 as their voting 
day. The results w ill be annou nced in mid-April. 
Ontario Nurse s 
The ONA provincial hospitals ' collective agree-
ment expires on March 31 , 1991 and the union has 
a lready started prepar ing for n egotiations . The 
Bargaining Objectives' Committee has met and 
ideqtified what the nurses will be taking to the 
bargaining table . ONA has described the upcom-
ing year as a "hot year for bargaining. " 
Nova Scotia Nurses Reject Contract 
Nova Scotia nurses belonging to the Nova Scotia 
Nurses' Union have rejected a three-year con tract 
with 34 of the province's hospitals. The tentative 
agreement had been recommended for acceptance 
by the union's bargaining committee, but was re-
jected by a clear majority of the nurses . 
The rejected agreement would have increased 
wages between 5 and 11.7% in each of the first ~o 
years with a cost of living increase in the third year. 
The nurses currently earn between $26,300/year 
and $31,000/year. The Nova ScotiaNurses' Union 
will go to conciliation in April. 
1990 Workshop Schedule 
DATE 
April 17 & 18 
April 24 & 25 
May 2 & 3 
May 8 & 9 
May 16 
Sept. 11 & 12 
Sept. 18 & 19 
Sept. 25 & 26 
Oct. 2 & 3 
Oct. 10 & 11 
Oct. 30 
Oct. 23 & 24 
Nov. 6 & 7 
Nov. 13 & 14 
Nov. 20 & 2 1 
Nov. 27 & 28 
DISTRICT 
S.C.D . 
C.D. 
N .C .D . 
N .D . 
WORKSHOP 
Local Admin. 
Local Admin. 
Local Admin. 
Local Admin. 
Calgary' s 1 one day workshop 
N .D . 
N.C.D. 
S.C .D. 
C.D . 
S.D . 
P.R.C. 
P.R.C. 
P.R.C. 
P.R.C. 
P.R.C . 
Edmonton 's 1 one day workshop 
N.D. 
N.C.D. 
C.D . 
S.C.D. 
S.D. 
Grievance 
Grievance 
Grievance 
Grievance 
Grievance 
LOCATION 
Calgary 
Red Deer 
Edmonton 
Peace River 
Edmonton 
Calgary 
Red Deer 
Lethbridge 
Edmonton 
Red Deer 
Calgary 
Lethbridge 
The new UNA Education Program is underway. Register for a course and learn about you r union, 
yo ur employer, you r law and your contract . 
Con tact ~our locnl president or District Hepn·sl·ntal j, l' for dl'lai Is on ho\\ to .t !lend l :\ .\\er si 1\·. 
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Quebec Nurses' Fight Continues 
Quebec nurses will be working at using a word 
missing from their new contract as a bargaining 
tool to reduce severe sanctions applied against the 
nurses by the provincial government during a 
strike last year. 
In the new contract the nurses were supposed 
to be paid a weekend premium of 4% of their dai-
ly base salary. However the word ''daily'' was left 
out of the printed, signed contract which results 
in the clause reading that nurses will be paid 4% 
of their base salary rate. This could mean their 
weekly or yearly salary rate. As a result nurses 
could make up to $1 ,600 per weekend and over 
$100,000 per year. 
The Quebec government hopes that the nurses 
will be reasonable and read the contract clause as 
the employers had intended it to read . However 
a Quebec Superior Court judge has now rejected 
the Quebec Nurses ' Federation's application to 
suspend the strike sanctions of the loss of 2 day's 
pay and 1 year' s seniority for each day a nurse was 
on strike . And the nurses' union says that the 
nurses intend to enforce the contract as it now 
reads. ~ 
Executive Board of 
United Nurses of Alberta 
PraideDt 
He.lther Smith 
lbne: 431-24rl 
Mtlrk: 482-8046-9C 
425-1025 
Vke-Presklent 
Sandie Rentt 
Home: 3464412 
Mbrk: 343-4522 
North District 
Representatives 
Chairperson 
Susan Buck 
Home: 338-2451 
~k: 596-374{) 
Hazel Paish 
Home: 539-7234 
~k: 532-3525 
North Central District 
Representatives 
Chairperson 
Secrelllry-Traser 
Heather Molloy 
Hclne: 456-3082 
W,..k : 477-45-U 
South District 
Repuentatives 
Chairperson 
Diane Poynter 
Home: 327-35Ql 
~k: 327-1531 Ex. 2171218 
Sharon Huff 
Home: 381-6844 
Kbrlr: 327-J53l Ext. 2171218 
Staff 
Proriodal Offke 
~~'0·~~~ .. ~~--~--1 
Home: 462-7961 Metropolitan Place 
10303 Jasper Ave. 
Edmonton, Alberta 
~k: 425-1025 
Gina Kelland 
Home: 477-5847 
Mbrk: 453-5441 
Bev Dick 
Home: 430-7093 
Mbrlr: 484-8811 Ext .. 671 
Carmelita Soliman 
lbne: 487-38JZ 
W,..k: 482-8(]66 or 
482-8397 
Valerie Holow.:b 
lbrw: 9B6-9530 
Mtri: 895-2248 
.Judy How 
Home: 674-3197 
Mtlrk: 674-2221 
Central District 
Repreaenlatha 
Chalrpenoo 
Andrew LeBianc 
llome: 346-8309 
Mtlrk: 3434448 
lngrid Pooto 
Jbne: 887-2731 
Mbrk: 3434448 
South Central District 
Representatiws 
Cbalrperson 
Dale Fior 
Home: 238-0810 
"'h*: 228-8155 
Pam Liegerot 
Home: 23Q.8101 
Mtlrk: 284·1141 Ext. 315 
Karen Craik 
Home: 236-5326 
W,..k: 270-1332 
Judith Ford 
Home: 246-Q9Z9 
W,..k: 270-1312 Unit 112 
Doon.ie Meeban 
Home: 295·1609 
~k: 228-8153 
Kathy James 
Home: 28Z-6083 
W,..k: 270·1342 
TSJ 3N6 
425-lOZS 
1-800-252-9394 
Fax: 426-2093 
.oMd Harrigan 
Directcr of Labour Relaticloa 
7h«i)) Richan:l.tort 
LR.O. 
.Barbum~ 
L.RD. 
Leslt1y Hq 
L.R.O. 
M'rlallir Cllaprraa 
E.PO. 
Rick LamptshiTI 
L.R.O. 
.lhriene~ 
Direc:toc of PlnaDce aud 
Administrative Services 
Caipry Office 
505 PacifiC Plaza 
700 • 6th Avenue, S.W. 
Calgary, Alberta 
T2P C7l'8 
2'.rl-2'g7 
1-800-661-1802 
Fax: 263-2908 
Mit:hael Meams 
L.R.O 
Marilylt \fJwalur 
L.R.O. 
Lawie Coates 
L.RO. 
SOPPORi '{OU~ l)}Jlal 
l'f ~UP?O"RTS 'YOU 
O,btl o /0 1 
